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This is not about throwing out our current justice system. In fact, many of our traditional
justice practices work well with serious offenders and we officials and professionals can
do a real good job in protecting the public against the harm these offenders will likely
inflict on us and our communities. It is those many low level offenders that we will mess
up simply because there are too many for us to handle, and besides, the community
can do a better job at resolving harm and the underlying issues caused by less serious
offending.

Judge Barry Stuart, Yukon Territorial Court

INTRODUCTION

There is no question that the field of probation and parole has been experiencing
dramatic change in the most recent years. To some this is quite disturbing. To others it
is a time for substantial and exciting opportunities. Nonetheless, there is one thing that
is as sound as the sun rising and setting each day; the profession is in a constant state
of change, and the most recent shift will probably be the most radical in recent

decades.

THE NEW WORKER — ROLES, RESPONSIBILITIES, CHARACTERISTICS, TRAITS
The profession of corrections — probation and parole — has made some critical shifts
in orientation, roles, and responsibilities over the past thirty years. Early on, our

tendency was to function as that of a helper often calling the offender our client. We



then moved toward a position whereby the offender needed to be accountable to the
system and its actors. This meant a role and responsibility to provide monitoring and
supervision services, and eventually treatment services, although that has been from an
orientation that the offender is still personally responsible for his or her own behavior
and change. With community and restorative justice we have just begun to rethink and

retool to meet the new demands and challenges that this concept calls for.

As Gerald Hinzman (personal communication, 1998), a colleague from lowa says, “We
have hired enforcers, treaters, educators, social workers and surveillers. What we
really need is a ‘situational’ employee who can meet the diverse needs and demands of

communities, from victims, and from offenders.”

Roles, Responsibilities, Traits and Characteristics

As community and restorative justice initiatives get underway, agencies large and small
will need to focus on recruiting, hiring, training, and evaluating individuals according to a
whole new set of qualifications, criteria and standards. Highly effective persons doing
community and restorative type of work do not need to come from the ranks of the
criminal and juvenile justice profession, as we traditionally know it. A good friend and
colleague, Kay Pranis, tells how her background was one of a stay-at-home mother and
how she entered the education field briefly as a community organizer before she
became Minnesota’s premier restorative justice planner. She has since affected

hundreds of agencies and thousands of people by assisting in the start up of many



highly regarded restorative justice initiatives. Another highly effective person in the
field, Gena Gerard, was a young graduate student who came across restorative justice
while working on her masters degree in public policy. She began a project (i.e.,
Community Conferencing) with the Central Cities Neighborhood Partnership in
Minneapolis. She had no prior experience or any formal training in the criminal justice

field.

Some have said that training within a rigid professional discipline often may prevent one
from being effective in the work of community development and organizing. As Ronnie
Earle, district attorney in Austin, Texas, recently said to a victims group: “The public
has it a lot easier than we professionals do. They only have to learn the new principles
and concepts. We have to first ‘unlearn’ what we have been doing and trained to do for

so long and then relearn a whole new way of doing something.”

We must exercise caution, however, when looking at these new changes in agency and
staff roles and responsibilities. Restorative and community justice is not about adopting
some new professional technology, as a doctor would use a new laser surgery to treat
some sort of ailing condition. Community and restorative justice is about changing the
very premise, perspectives, values, principles, and assumptions under which we have
traditionally operated. The community already possesses the knowledge we need for
doing justice in a different way (Pranis, 1998). Ordinary citizens already possess the
basic understandings necessary for a fundamentally different approach to resolving the
harm of crime. The roles of formal criminal and juvenile justice agencies in the
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intervention of crime and conflict in communities are changing. State criminal and
juvenile justice agencies are promoting system and community-wide change in our
response to social and family problems without the use of formal authority or statutory
power by engaging all stakeholders in a voluntary, respectful process of examining an
alternate vision and allowing local control over the decisions to make change, the
specific path of change and the pace of change. In fact, roles are reversed. The
community becomes the primary responder to family and social problems, and the

judicial system operates in support of the community in its problem solving efforts.

When we look at justice from this perspective, we must examine staff and agency
behaviors, policies, and our interactions with all those we come into contact with, both

inside and outside the justice system.

DEVELOPING RESTORATIVE JUSTICE JOB PROFILES

So, what does all this mean to the probation and parole worker on a practical level?
When making presentations and engaging in a dialogue with criminal and juvenile
justice professionals around restorative justice, | often ask the question, “What are the
characteristics of those on your caseload?” Or | ask the audience to describe their
caseload. The majority of responses focus on characteristics that describe the
offenders they serve — usually young, undereducated, and unemployed minority
persons from disruptive family backgrounds. In other words, it is the offender who they

are describing when asked who is on their caseload.



In fact, probation and parole has been driven by the dominant perspective that the work
revolves around one’s caseload — the number of those on probation under supervision
by a particular officer. We build performance systems around the caseload. We make
assignment decisions and allocate resources based on the number of individuals on a
caseload. In other words, we are a caseload carrying business that influences much of

our daily professional behavior and interactions.

Our challenge then is to introduce a new concept of what it means to work within a
community and restorative justice context. For some of us, we need to lose that
traditional concept of a caseload that encompasses only offenders. We must expand
our perspective to include the three primary stakeholders affected by crime and
offending — the victim, the community, and the offender. Then our definition of
caseload includes a whole different set of characteristics, qualities, and descriptions. It
will include Jimmy, the 55-year old owner of the general store in the town of Glover
whose store was the place where Janet cashed 200 dollars in bad checks. It also will
include some of the citizens who live in the town of Glover, who are upset by this
behavior, and the possible effect that this incident will have on their privileges to cash

checks at Jimmy’s store in the future.

In 1998, the National Institute of Corrections (NIC) sponsored an initiative intended to
address the field’s need for new job specifications related to community and restorative
justice. Since this is a new area for most correctional agencies, substantive job

descriptions and specifications are few, leaving many agencies in the dark on how and
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whom to hire, what kind of direction to provide, how to train staff, and how to evaluate
staff performance. Essentially, there is little information on which to base new job

duties and tasks demanded in a community restorative justice construct.

DACUM Process

A process known as Developing A Curriculum (DACUM) is a quick, yet highly valid, job
analysis technique. The DACUM process is used to determine the competencies that
should be addressed in a training curriculum for a specific occupation. It is used to
develop job profiles for all types of occupations including top-level managers and other
specialized jobs. This cost-effective and efficient technique has been validated through

research and compares very positively with other job analysis methods.

DACUM is based on three premises:

1) Experienced workers can describe their job better than anyone else.

2) Any job can be effectively described in terms of the competencies or tasks that
successful worker in that occupation performs.

3) The specific knowledge, skills, attitudes, and tools required by workers in order to

correctly perform their tasks can also be described.

In addition to curriculum development, DACUM profiles can be used in several other
ways. They are used

e to develop accurate job descriptions,



to evaluate whether existing programs provide training for the competencies needed
for today’s jobs,

as a pretest to determine the training needs of staff,

to develop competency-based, post tests for training,

to develop auxiliary components to a training program, such as computer-based
training and video tapes, and

as the foundation for developing a complete training program for a specific job in the

correctional system.

Additionally, DACUM profiles are used for

developing performance evaluations,
making career decisions with information about specific occupations, and
increasing new supervisors/managers understanding of what their employees do or

should do on the job.

Retooling: DACUM Results

For its project, NIC identified and brought together persons performing in community

and restorative roles and functions from around the country to participate in a two-day

DACUM process. The DACUM panel (i.e., Occupational Analysis Focus Group)

selected for this process went through a grueling two days of trying to reach consensus

on the nature of a correctional job that was designed to be a “resource liaison” to the

community. Thus the title, Community Resource Liaison.



Before getting into the results, it is important to briefly discuss the constraints of this
particular panel and process. DACUM is designed to be used with a select class of
high performing incumbent workers who have experience doing a like job. Since we
could not find a complete panel of persons who were doing very similar jobs, we
focused on the fact that at least all the people on the panel were involved in doing
community-oriented work. Nevertheless, the panel ran into several barriers. Some
panel members did not like the nature of the DACUM process, suggesting that it was
stifling and represented the very thing they were challenging through their efforts in
doing community development and organizing work within a restorative framework.
Through further discussion, it was found that some panel members were not
necessarily doing community-oriented work, but rather, they were doing traditional
offender-focused work within the community. These barriers, along with the fact that
the specific job (i.e., Community Resource Liaison) has not existed in a correctional
context anywhere before, made it difficult for the group to reach a great deal of
consensus on a variety of job duties and tasks. Therefore, the process was modified
slightly to allow a smaller number of people to work together on a focused area of the
project. Surprisingly, the group found it easier to work on the knowledge, skills, traits,
and characteristics of this new worker than on the more concrete job duties and tasks.
Nonetheless, the group was able to obtain a profile that can be used as a resource to
agencies for the development of job descriptions, performance standards, and training

programs.



General Duties of a Community Resource Liaison Worker

The following is a summary of the job duties and functions resulting from the process

followed by the Occupational Analysis Focus Group for a Community Resource Liaison

Worker. Overall, these represent the major set of duties and associated tasks to be

done by someone who engages the community as a resource and liaison. Some or all

of these tasks can be done by one worker, or they can be shared by a combination of
staff or others who have a stake and interest in the community.

e Engage Community Participation. The worker is an active solicitor of information on
community issues, problems and opportunities. It means holding community
forums, generating opportunities for dialogue, and identifying and working with
established community leadership.

e Promote Understanding of Restorative Justice and Community Justice. In this
capacity, the worker functions as an educator and trainer around the values,
principles, and concepts of community and restorative justice. This means the
development of educational media and materials, the delivery of training and
education to staff internally and externally, and conducting and/or participating in
various community-based conferences, forums, and workshops. An example of this
was the “Reinventing Justice” initiative in Franklin County, Massachusetts, where an
all-day community forum was held in conjunction with, and as a wrap around training
program to, the National Institution of Corrections’ video conference on Restorative
Justice in December 1996. The video conference was used as a way to educate

and bring the community together around community issues and the concept of



community and restorative justice.

Identify Stakeholders and Partners. This aspect of the job requires one to identify
and work with the various stakeholder groups that exist within the community. A
chapter of Mothers Against Drunk Driving, for example, could become a resource to
help address the issue of drinking and driving. Or, neighborhood block groups could
be organized, using the popular “Enterprise Zone” dollars given to cities and
localities to address quality of life issues in those communities. The list is endless
and it takes what one colleague suggested as “getting into the streets and
neighborhoods, or down in the dirt where the real action is.” But overall, it is about
identifying and responding to stakeholder resources, creating dialogue and
commitment, and developing future stakeholder resources.

Marketing and Communication Externally. The media is a powerful tool, and this
worker must be able to have a relationship with various media groups. This requires
developing media contacts, making media presentations, preparing releases,
developing media strategies and materials such as newsletters, advising
stakeholders on media issues, and coordinating or conducting media training.
Conduct Needs and Interest Assessment. Ongoing assessment of community
issues and concerns is a critical aspect of the job. The worker will develop methods
and instruments to conduct community assessments. This requires identifying
citizen groups and organizational targets, engaging them with an assessment
protocol and tool, processing the information, and disseminating and sharing the

results with the community for ongoing planning and development. An example of
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this is a collaborative effort among several counties in California where they are
developing a series of community forums for the purpose of gathering information.
They are including the community in the planning, design, and implementation of
community and restorative justice initiatives.

Establish an Action Plan. Community planning is a critical aspect of the job. Some
call it strategic planning. To others it can be simple action and task planning.
Nevertheless, the worker here assists communities to establish goals and objectives
around relevant community issues. The worker will research sample and model
restorative practices to assist community members in choosing and designing their
own practices. He or she will assist in the implementation planning and the
development of outcome measures. In Boynton Beach, Florida, a colleague
reported using “strategic planning” with youth at risk and delinquent youth to plan
and implement various community enhancement and restorative projects within their
communities. The important feature in this example is that agency administrators
are not doing strategic planning for the youth. The youth are learning and using a
planning model to accomplish projects and thus developing planning skills and
competencies, which they can use in their daily lives.

Monitor and Evaluate the Implementation of the Plan. As in any initiative, program
or plan, one must evaluate not only the results of the effort, but also the
implementation of the effort. The worker needs to monitor and evaluate the process
and outcomes of a variety of projects. This can be done directly by the worker, or

the worker can assist and be a resource to the community stakeholders who may
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perform this type of function.

Build Community Partnerships. This is likely to be the core responsibility of the
worker within the community and restorative construct. The worker functions as a
developer and builder of partnerships within the community framework. This means
assessing community needs and interests, conducting and facilitating meetings,
round tables, and symposia. It requires the development of stakeholder coalitions,
advisory boards, task groups, and networks. In this role the worker also will be more
effective if she or he joins relevant community organizations for which his or her
skills and expertise becomes a resource. The worker also will need to attend formal
and informal community gatherings and events. It also requires a great deal of
technical and logistical support such as creating communication mechanisms and
providing meeting space, sites, and equipment.

Develop Partnership Infrastructure. You might say that this is the “meat and
potatoes” of the job. The worker secures commitment from organizations and
agencies including resources and funding. The worker then will maintain
documentation and records, develop operational processes and protocols for
communication, meetings, and training. The job will entail managing membership
and structural changes within various partnerships.

Manage Problems, Conflicts and Barriers. Working with multiple people and
organizations at all levels is bound to have problems and conflict. This is even more
evident when compared to working within our traditional and professional framework

where we could easily maintain distance and sometimes separation from the issues
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and problems. Community work requires the worker to be in the heart and
substance of a variety of issues and problems. Here, the worker will need to
facilitate the resolution of conflict, develop conflict resolution processes, solicit and
facilitate feedback, create a problem solving norm and atmosphere, and scan and
anticipate future problems before they become crises.

e Build and Maintain Relationships. Relationships built between people,
organizations, and communities cannot be overlooked. Work is done to facilitate and
develop dialogue, structures, processes, protocols, and commitments within these
relationships. These relationships also need ongoing attention and maintenance.
The worker here will need to acknowledge community leadership, be responsive to
community needs and interest, create dynamic and fluid processes and structures,
develop “learning communities” and relationships, create inclusive structures,

processes and environments, and develop and maintain cross agency relationships.

Knowledge, Skills, Traits and Characteristics of the Community Resource Liaison
Worker

The knowledge, skills, and traits identified by the focus group as being necessary for a

Community Resource Liaison worker may be found in Figure 1.

Figure 1: Desirable Characteristics of a Community Resource Liaison Worker
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Knowledge Skills Traits
Accessing Resources Analytical Approachable Passion
Accessing Information Communication Common Sense Positive Attitude
Community Computer Community Investment Patience
Stakeholders Conflict Management Compassion Resourceful
Community Resources Letting Go (Sharing Consensus Building Self Directed
Criminal Justice System Power) Empathy, Energetic Sense of Humor
Evaluation Listening Flexibility, Frugal Sensitive to Diversity
Methodologies Marketing Non-judgmental Sensitive to
Information and Media Relations Limitations
Referrals Meeting Management Non-territorial Team Player
Interpersonal- Outreach and Recruiting Organized
Intelligence Public Speaking Model Restorative Principles
Multiple Systems Synthesize Information
Political Acumen Training Delivery
Principals of CRJ Victim Sensitivity
Process of Change

Additionally, the Occupational Analysis Focus Group came up with several
considerations as being significant in the delivery of community restorative services that
need to be taken into account when working with the community in this sort of position.
These considerations are summarized below.

e Challenge Conventional Assumptions. Conventional assumptions about criminal
justice often put all of the power and responsibility for responding to crime in the
hands of our government system. Currently, victims, the community and offenders
do not share the power and responsibility to address crime. A Community Resource
Liaison worker must challenge conventional assumptions by fostering an
atmosphere of sharing power and responsibility. The worker must educate, develop
resources for, facilitate, and support shared power and responsibility.

e The Community. Recognizing that there are various definitions of "community," the

community should nonetheless be recognized as a victim of crime and as such,
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should be directly involved in the justice process (i.e. resolution of crime). Because
every community's needs and characteristics are different, problems relating to
crime need to be defined and solved at the local level. The community has shared
responsibility for the safety and behavior of its members. It should take a leadership
role in providing means for victims’ needs to be met, conflict to be resolved, and

offenders to be rehabilitated and reintegrated.

Citizens create the commonwealth; managing behavior and resolving crime (or,
doing justice,) is public work. Citizen action is necessary for the reasons described
above, but it also empowers citizens to be actors in the life of their community—
workers who together build the commonwealth.

e Shared Power and Responsibility. The community, victims, and offenders will be
more satisfied with direct involvement. Mediation and other forms of alternative
dispute resolution get to the needs of victims and bring resolution. More
acceptability occurs in the community by making it safer, decreasing response time
to conflict, and addressing what's wrong. Repair is more relevant and satisfactory.
When the community and the victim are involved it costs less and offenders pay
more. Restitution does happen when shared by victims, offenders, and the
community.

e FEducation. ltis important to have ongoing education around restorative justice and

community concerns. This would be facilitated by developing training, hosting

forums, distributing materials, and initiating neighborhood walks in conjunction with
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education and corrections personnel. One must work to educate the general
populations about restorative justice in general and local initiatives in particular.

e People/Relationship Centered. Community and restorative justice is
people/relationship centered and requires continued communication, which is
circular, internal and external to an organization, and is constantly evolving. It also
requires a fluid procedure, which is inclusive of community partnerships and allows
for their changing needs and continual input.

e Artversus Science. Community and restorative work requires one to be present
while not imposing, holistic and circular, and stimulating but not directing. It cannot
be forced into single cultural parts. It works on many levels at once, and pays
attention to intangibles. It has multiple forms of expression and communication. You
learn as you go along and your intuition is important. You move in many dimensions
at once. Passion shapes performance.

e Organic Process. Community and restorative work is organic by nature. Actions are
guided by the vision (as plant life grows toward the sun). Caution must prevail about
defining partnership too quickly as ambiguity and silence create space for ideas to
surface. Reflection on experience guarantees future doors open as you go, which
cannot be predicted or controlled. Principles and values are constantly revisited.

There is a sense of life in the work people do together.

Specific jurisdictional examples of community and restorative job descriptions related to

the above knowledge, skills, traits and general duties are provided in Appendix B.

16



THE NATURE OF CHANGE IN IMPLEMENTINMG NEW ROLES

The Personal Level of Change—A Concerns-Based Approach

| would be remiss if | did not address the issue of change within the context of the
changing job roles of professional probation and parole officers. Moving toward and
adopting a community justice system based upon the principles, values, and practices
of restorative justice is a radical change for probation and parole officers. Many of
these officers have spent the past 20 years learning how to manage a variety of

offenders on caseloads through a variety of supervision and treatment interventions.

It is the professional culture, with different values and a different orientation, that has
made change and my part in it difficult at best. Professionals in this culture have built
their professional identities around a certain orientation and values that are now being

questioned and challenged.

When working with the Department of Corrections on implementing the community
reparative boards in Vermont, | recall a senior manager at a state-wide meeting
emphatically saying, “I came into this business 25 years ago to manage and supervise
criminal offenders, not to do ‘sales and marketing.” | do not have the skills to do that
type of work.” As might be expected, staff were fearful and threatened of what the
change meant to them and what they had worked for all these years. There also is a
very natural resistance to change, especially if it has an impact on something that is of
significance to you personally. For most people, jobs are a very important part of their
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lives. In fact, | received a timely email just the other day regarding a restorative justice
initiative being implemented in Vermont that so clearly makes this point. The message
was as follows:

D....... called to report that there is a Barbecue for Restorative Justice in

Burlington at the School on Pine Street (I think) on Wednesday, June 24,

1998 at 1730 hours. It is important for those of us who can to be there

and go on record regarding the encroachment of privatization of State

Jjobs, which this concept represents.
The point is that we cannot look at this as merely a lack of understanding around the
concept of Restorative Justice and debate what it will or will not do to state jobs. From

a change perspective, we must recognize that change is about people and their

personal perceptions of how change will impact them.

The following are some thoughts and considerations on the process of change as it
relates to probation and parole, professionals new and experienced, who will be doing
their jobs based on community and restorative values, principles and practices in the

future.

People Change First

Change must be thought of in terms of a venture into the affective world of those who
are directly tied to the change. Michael Fullan (1992) describes this as the subjective
meaning and subjective reality of change. Each individual possesses perception in
terms of time, place, good, or bad. These personal meanings and realities about

change vary from one person to another and are altered in unpredictable ways. Failure

18



to recognize and consider this in a change effort is likely to yield a failed
implementation, or at best a "superficial" perception that a change has been
implemented. The bottom line is that those who desire a change to truly happen must
approach it as an extended process of coming to grips with the multiple realities of

people who are central to implementation.

Assumptions Underlying a People Approach to Change

Early research in the field of education led to the development of a Concerns Based

Adoption Model (Hord, Rutherford, Huling-Austin, and Hall, 1987) for managing and

leading change. Shirley Hord and her colleagues developed the Concerns Based

Adoption Model (CBAM). The assumptions of this model provide an excellent

perspective for administrators, managers, and policy makers when considering major

change efforts that will impact people responsible for implementing all or part of that
change.

o Change is a process, not an event. Failure to recognize this surely is going to
present an obstruction to a particular change effort. Many change initiatives are
projected as a single event, such as a central administrator introducing a new
practice at a staff meeting and expecting it to be implemented, as if that was all
there was to it. Change is a multidimensional process involving many variables,
sources and participants. Itis a process occurring over time. Many change
initiatives get evaluated after the first year and without any consideration for the

process. Thus, the lack of results deems the innovation a failure. This is

19



problematic since the cause may be the implementation process and not the quality
of the innovation.

Change is made by individuals first. A common notion, especially among central
administrators and developers, has been to treat change in broad, impersonal terms
and as a package or program. Everyone is affected by change. Therefore, focus
and attention must be given to individuals who will bear the affective impact, each in
their own way. Change in a system institution is considered to have taken place
only when a substantial number of individuals have embraced and absorbed the
change.

Change is a highly personal experience. The assumption is that every individual
has different concerns and will react differently to a change effort. Often individuals
are treated just as part of a large collective group, and the focus is on the group.
Individual differentiation is the key. Some persons adopt the use of an innovation
more readily than others. Since most people respond differently to change,
facilitation and strategic interventions should focus on where each individual is in the
process. This will ultimately support and enhance the process of change.

Change entails multilevel developmental growth. Personal change cannot be
viewed as a cognitive, rational function. The broad notion of change as a process
also applies to individuals. When individuals demonstrate growth they move
through a process of changing feelings and skills. As individuals shift in their
feelings and skills, real change takes place. People move through stages of feeling

and levels of skill as they use and experience a new practice.
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Change is best understood in operational terms. All too often, an innovation is
delivered as an abstract conceptual package filled with theoretical terminology and
language. People who are involved in the change need to present the innovation in
an operational sense so staff can see how it will be used in their particular
environment and what it will entail in the daily schematic of work activities and
duties. In a probation or parole office, staff want to know, “How are referrals going
to be made to a community group conference?”

Change facilitation must suit individual needs. Drawing from the assumption that
‘change is a highly personal experience,” facilitation should be an effort to address
the diagnosed needs of individual users. Facilitators need to approach individuals
systemically with interventions designed to meet their specific needs.

Change efforts should focus on individuals, not innovation. Many times
implementing an innovation means introducing new materials, tools or objects for
people to use. For example, simply giving all clerical workers computers in an
attempt to improve quality and efficiency greatly underestimates the impact on these
workers in using the equipment. People implement the change. Objects and
strategies are only tools. Thus the real meaning of any change is with the human
component.

Change is imminent in our world of justice. How we go about this change is the key
to being effective and successful in managing our many efforts. Central to all these
changes are the people, including probation and parole officers, who are affected by

and who have to practice the change. Change is a highly personal experience.
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People change first. It is only then that community and restorative values, principles
and practices will truly manifest into long-lasting change for a better and more

responsive justice system for all: victims, communities, and offenders.

CONCLUSION

As we move rapidly to engage the community, work with victims, and include
stakeholders in our justice processes, we as planners, administrators, and change
facilitators must be attentive to the personal needs of people when trying to implement
new values, principles, and practices. Additionally, we must recognize that our
professional work in recent decades was valued and relevant to meeting the needs of
our communities and the general public, and that many professional practices that we

are doing will remain relevant and needed.

There remains a legitimate place for many of our professional probation and parole
staff who have developed professional supervision, treatment and intervention
competencies to be used with serious criminal offenders. However, it is when we can
truly integrate the principles and values of community and restorative justice in all our
work with offenders, victims, and communities, that the potential to turn the corner on

the fear of crime, offending, and harm will manifest in extraordinary ways.

Again, this particular change in the field of probation and parole is not just some great
and bright idea of a few correctional administrators, judges, prosecutors, or police
chiefs. The change is very much driven by a refocusing of public interest in the need
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for justice to be more responsive by paying attention to the needs and interests of
communities and victims, and by including them in every aspect of justice processes.
Some will certainly see this as a major imposition on the field and their professional
work. However, | hope many will see this as an opportunity to be a part of an effort that
is truly significant and substantial in its potential to get our justice systems, our
communities, and the public back in sync for effectively preventing and addressing

crime and conflict in our neighborhoods and communities.
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